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ABSTRACT OF CAPSTONE 
 
GAMES AND SIMULATIONS IN SOFT SKILLS TRAINING 
 
 
The purpose of the study was to determine if the use of a simulated interview 
program, Perfect Interview™ Interview Coach, improved confidence and 
preparedness of interview skills exhibited during the interview process. Participants 
included students enrolled in Interpersonal Communications courses at a southcentral 
Kentucky community college during the Fall 2015 semester. Courses were randomly 
selected to participate in either an experimental group, with access to the online 
interview simulation, or the control group, with no access to the online interview 
simulation. Participants in the experimental group completed four online sessions of 
the interview simulation during a four-week period. The experimental and control 
groups completed a Job Interview Skills Self-Assessment Instrument based on input 
from two focus groups. The Job Interview Skills Self-Assessment Instrument 
included nine statements regarding preparedness and nine statements regarding 
confidence. Quantitative data analysis was conducted on each of the eighteen 
statements by two-sample assuming equal variance t-tests. Each of the eighteen t-tests 
indicated no significant difference at p < .05; therefore, the data did not support that a 
simulated online interview program influenced preparedness and confidence in 
interview skills.  
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Chapter I 
 
Introduction 
 
“Tell me and I forget. Teach me and I remember. Engage me and I learn.”   
– Chinese Proverb 
 
 The ability to communicate, think critically, make decisions, problem solve, 
and collaborate are essential in today’s global society (Crawford, Lang, Fink, Dalton, 
and Fielitz, 2011; Eisner, 2010; Robles, 2012). As organizations become increasingly 
diverse, the ability to exhibit these soft skills with confidence can provide greater 
opportunities for employment (Reddan, 2008; Robles, 2012). Communication and 
soft skills are noted by employers as important skills in the workforce, yet are highly 
lacked by recent graduates applying for employment (Crawford et al., 2011; 
Houghton & Proscio, 2001; Office of Disability Employment Policy, 2010). While 
research can attest to the importance of obtaining these skills, it is concerning that 
current graduates appear to lack confidence and adequate preparation in these skills 
(Robles, 2012).  
 Confidence and preparedness lead to increased effectiveness in the level of 
interaction an individual has with others and how situations are managed based on 
increased information and a lessened feeling of stress (Giallo & Little, 2003). 
Individuals who sense they are prepared tend to be more confident in their abilities. 
Preparedness and confidence can be influenced based on successful experiences 
(Giallo & Little, 2003) through repeated practice sessions of games and simulations, 
such as a simulated interview program. 
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Crawford et al., (2011) defines soft skills as the foundational blocks that 
contribute to lifelong social and family success and career mobility (U.S. Department 
of Education, 2014). Employers demand these skills of applicants as one cost of 
access for employment (Bancino & Zevalkink, 2007; Deepa & Seth, 2013). Teaching 
academic or technical skills needed for a position is typically addressed in education 
and while some employers are willing to cultivate these skills to meet their company 
needs, most organizations do not have the resources to individually train skills that 
are expected to be developed prior to an individual interviewing for a position 
(Crawford et al., 2011). Employers propose the existence of soft skills enhances the 
technical skills and cognizance gained through education and implores all educational 
institutions to incorporate soft skills training in the curriculum that will lead to a 
better prepared and confident applicant (Eisner, 2010; UK Commission for 
Employment and Skills, 2009). 
The U.S. Department of Labor’s Office of Disability Employment Policy 
(2010) recognizes that integrating technology into soft skills training can provide 
students with hands-on experiences that are essential in the interview process. One 
type of technology that has had success in training interview skills is games and 
simulations (Davis, Murphy, Owens, Khazanchi, & Zigars, 2009; deFreitas & 
Routledge, 2013; Hubal & Frank, 2001; Morgan & Adams, 2009; Nealy, 2005; Office 
of Disability Employment Policy, 2010).  
There is no widely accepted definition for either games or simulations 
(Kirkley, Kirkley, & Heneghan, 2007; Tobias & Fletcher, 2007); however, Gredler 
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(1996) defines games and simulations as environments that model a system where 
students observe outcomes and repercussions based on decisions and actions. Jacobs 
and Dempsey (1993) note that the distinction between games and simulations is 
unclear; hence, the term games and simulations refer to a single activity.  
This study examines the use of games and simulations as viable teaching tools 
for soft skills necessary for interviewing; however, specific research will be centered 
on an online interview simulation. Games and simulations provide visual and audio 
cues that gain the learner’s attention, provide the objective of the session, and can 
prompt related prior knowledge. In games and simulations, the presentation of 
materials is engaging and student-centered, enabling ownership and learner control; 
whereas, guidance is available through audio and visual aids. Games and simulations 
are designed for interactive performance, whether as an individual or multi-user 
environment, and deliver immediate feedback and assessment of the user’s 
performance, as well as provide flexibility, flow, and immersion in a non-linear, 
branching concept that gains and holds the attention of the learner (Akilli, 2007).  
Significance of the Study 
In an ever-encompassing global society, the need for preparation and 
confidence during the job interview process has increased (Moin & Biswal, 2012; 
Reddan, 2008). Employers expect applicants to exhibit soft skills that include 
communication, decision making, critical thinking, and problem solving during the 
job interview, in addition to being prepared to answer, as well as ask questions, and 
promote a confident image (Deepa & Seth, 2013). While research attests to the 
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importance of these skills, it is concerning that current graduates appear to lack 
confidence and preparation for a job interview (Deepa & Seth, 2013; Reddan, 2008). 
Many graduates have not participated in an interview and have not had the 
opportunity to practice soft skills needed during an interview. Games and simulations 
encourage experiential learning for participants to experience the interview process 
and gain knowledge of the framework for responding and asking questions while 
improving preparedness and gaining confidence that is transferred to real-life 
interviews (Maurer & Solamon, 2006). Practice and feedback, as well as introduction 
to the interview format and types of questions, enables the user to be more prepared 
and build confidence (Maurer & Solamon, 2006; Snow, Gehlen, & Green, 2002). 
In addition, educational institutions are assessed on graduates’ preparation and 
obtainment of employment (Nabi & Bagley, 1999). In order to promote student 
success after the degree and with increasing access to technology, the educational 
curriculum can incorporate authentic career experience activities in the form of games 
and simulations in order to prepare students seeking employment and to build 
confidence in the interview process (Deepa & Seth, 2013; Moin & Biswal, 2012; 
Reddan, 2008). The inclusion of career training in education has been suggested in 
the past (Stewart & Knowles, 2002) and with assessment and accreditation becoming 
more aligned with career preparedness, there is an increasing need to prepare our 
graduates for workforce placement. 
Based on employer demand that soft skills be taught and developed before 
graduation, educational institutions have the opportunity to incorporate games and 
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simulations into the curriculum that provide interview skills for graduates in order to 
increase preparedness and build confidence as they prepare for employment. As 
education and technology advance and integrate to provide new avenues for learning, 
it is noteworthy that games and simulations have been identified as a viable delivery 
method for practicing skills in an interactive, stress reduced, fail-safe environment 
that provides prompt feedback (deFreitas & Routledge, 2013). Nealy (2005) indicates 
games and simulations provide enduring results from active learning when students 
understand the need for soft skills, take ownership in learning soft skills, and apply 
teaching methods to promote lifelong improvements of soft skills in both professional 
and personal domains. 
Research Question 
Employer demand of soft skills demonstration during an applicant’s interview, 
an educational need to provide job placement training, and the integration of games 
and simulations as training tools imparted the research question: How did an online 
simulation program, Perfect Interview™ Interview Coach, affect student confidence 
and preparedness for real-life interviews? The purpose of this study was to determine 
if the use of a simulated interview program, Perfect Interview™ Interview Coach, 
prepared and improved confidence in skills exhibited during the interview process.  
H1: Participants who completed four online interview simulations will report 
higher levels of perception in confidence and preparedness than participants who had 
no access to the online interview simulation.  
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H0: There is no significant difference in the perception of confidence or 
preparedness between participants that completed four online interview simulations 
and participants who had no access to the online interview simulation.  
Limitations of the Study 
 The study included limitations based on participant perception of level of 
preparedness and confidence in exhibiting skills in the simulated interview. In 
addition, the reactions of participants may be different in the simulated interview than 
in real-life interviews, which posed a threat. Participants self-reported on the survey 
instrument that affected validity due to over-reporting or under-reporting responses 
due to differing reactions based on interpretation of each statement. In addition, an 
internal threat to validity was inclusive selection bias as the participant groups 
consisted of those students enrolled in communications courses taught during the Fall 
2015 semester. Due to participants having been enrolled in the same course and a 
potential small sample size of 120 students identified to participate, generalizability to 
the student population did not exist.  
Definition of Terms 
Confidence – The belief that one has the ability to perform successfully in 
order to produce an expected outcome (Bandura, 1986). 
Games and Simulations– Environments that model a system where students 
observe outcomes and repercussions based on decisions and actions (Gredler, 1996). 
Perfect Interview – An online interactive simulation that replicates the 
interview process through various mock situations (Perfect Interview, 2011). 
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 Preparedness – Ready to take action when a situation or an event occurs. 
(Jackson, 2008). 
Soft skills – Communication, critical thinking, decision making, problem 
solving, and collaboration (Crawford et al., 2011). 
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Chapter II 
Review of Literature 
Advancements in technology, specifically games and simulations, have 
increased opportunities for teaching soft skills needed in preparation of an interview 
and promoting confidence of these skills.  Games and simulations have been 
successfully integrated to provide soft skills inclusion in interview trainings for 
business (Klopfer, Osterweil, Groff, & Hass, 2009; Link, Armsby, Hubal, & Guinn, 
2002), government training of military and service personnel (Barjis et al., 2012; 
Chad Lane, Hays, Core, & Auerbach, 2013), medical personnel (Hubal & Frank, 
2001; Sharma, Shaba, Riddell, Kalsi, Arya, & Grange, 2009), and behavioral training 
for individuals with learning disabilities (Brown, Standen, Proctor, & Sterland, 2001; 
Parsons & Mitchell, 2002). Maurer and Solamon (2006) note that research is widely 
available regarding ideas for being prepared and confident for a job interview; 
however, they note that there is a lack of research that correlates the use of an 
interview simulation to increased preparation and confidence of participants upon 
completion, although many organizations and individuals rely on some type of 
simulation. Maurer and Solamon (2006) report results of a simulation interview 
coaching program conducted for police and fire personnel who were preparing for 
promotion.  Upon completion of the interview simulation program, results imply that 
participants self-assessed greater preparation and confidence for a real-life interview.  
Games and simulations provide users the opportunity to practice and obtain feedback 
while gaining confidence in their skills (Maurer & Solamon, 2006).  
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Educational institutions provide the academic and technical training, yet many 
times not the soft skills needed for a career (Deepa & Seth, 2013). With employer 
demand for these skills and an increase in online learning environments, educational 
institutions can serve this need in the development and implementation of a game or 
online simulation training component adopted into the curriculum (Kesava Rao, 
2012; McManus, Ebby-Rosin, & Kurshan, 2014; Petroski, 2012; Pineteh, 2012; 
Thilmany, 2009; Wahyudin, Hasegawa, & Dahlan, 2013). However, there is 
reluctance in areas of education to incorporate games and simulations as a viable 
teaching tool, except in the fields of information technology, engineering, and nursing 
(Barjis et al., 2012; Harris & Rogers, 2008; Joseph, Ang, Chang, & Slaughter, 2010; 
Pulko & Parikh, 2003; Sharma et al., 2009)  
Importance and Demand for Soft Skills Training 
Employer surveys indicate soft skills, preparation, and confidence are more 
essential to the success of job applicants during the interview process than academic 
or technical skills (Houghton & Proscio, 2001; Moin & Biswal, 2012; Office of 
Disability Employment Policy, 2010). A resume highlighting experience and 
technical abilities does not always accurately reflect the applicant’s skills to interact 
with supervisors, co-workers, and customers (Reddan, 2008), which could be one of 
the reasons why many employers interview numerous potential candidates, as well as 
why candidates interview with multiple employers. An employer looks for someone 
who exhibits skills and knowledge of the position requirements, along with soft skills 
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and is prepared and confident in articulating responses to questions and asking 
questions (Deepa & Seth, 2013; Moin & Biswal, 2012).  
Preparedness and Confidence in Interview Skills 
 Bandura (1986) defines confidence as the belief that one has the ability to 
perform successfully in order to produce desired outcomes and Jackson (2008) 
defines preparedness as ready to take action when a situation or an event occurs. The 
development of preparedness and confidence can be the result of participating in 
games and simulations (Vogel et al., 2006). Research attests that participants who use 
online simulations to practice skills related to the interview process have a higher 
level of confidence in both verbal and non-verbal skills during job interviews based 
on the ability to repeatedly practice answering questions in various scenarios related 
to the interview process (Smith et al., 2014).  
In addition, Reddan (2008) notes preparation and improved confidence in 
interview skills can increase opportunities for job selection and placement. The 
interviewee should be prepared to answer questions regarding the organization and 
the position for which they have applied, in addition to asking relevant questions and 
marketing their skills and potential. Games and simulations provide prompts and 
feedback that enables the participant to prepare for general interview questions and 
practice responses in a professional and articulated manner. The more this is repeated 
and the scenarios vary for experiences that the interviewee may encounter, the higher 
the level of confidence achieved (Reddan, 2008). 
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Games and Simulations as Training Tools 
Games and simulations are learner-controlled and provide participants with an 
immersive, realistic experience that increases preparation of skills and confidence 
with each repeated session (Chan, 2011). Doo (2006) notes that skills training 
delivered through games and simulations provide learners with the opportunity to 
practice repeatedly in order to improve soft skills essential to the interview process. 
Games and simulations allow for repetitive practice, active participation, consistent 
and immediate feedback, fail-safe environment, and provide the participant with 
increased preparation and confidence in skills (Smith et al., 2014). 
A study reviewed a simulation referred to as responsive virtual human 
technology (RVHT) in training telephone interviewer skills. RVHT is designed to 
provide interaction through verbal and body language in a realistic environment. The 
participants assessed the training user interface, personal acceptance of the training 
tool, and perceptions of effectiveness. The interviewer and virtual respondent 
dialogues are captured, leading to the next question/answer or hang-up based on a 
two-hundred word language base within forty-eight different scenarios. Interviewers 
found the responses realistic and recognized changes in tone and emotions of the 
virtual respondent and indicated an increase in confidence to respond and adapt to 
respondent comments (Link, Armsby, Hubal, & Guinn, 2002). 
In addition, service personnel such as police and firefighters, military, and 
medical institutions already rely on games and simulations for training (Chad Lane et 
al., 2013; Hubal & Frank, 2001). Thus, providing an opportunity for the employee to 
SOFT SKILLS TRAINING 25 
 
be prepared to make decisions, confidently act upon them, and witness the outcomes 
in a virtual environment rather than in real life where a wrong decision or 
miscommunication can have an adverse effect.  
Additionally, games and simulations are found more effective in areas 
requiring complex and difficult decision making where the sense of presence is 
essential by providing learner’s visual, auditory, and spatial abilities; therefore, 
individuals are immersed in the experience. Games and simulations provide the 
opportunity for activities to be repeated as many times as necessary for mastery in a 
safe environment without consequences, provide ownership and contextual learning, 
as well as the transference of newly learned skills from the simulated environment to 
the real world.  
Soft Skills and Interview Training in Educational Curriculum 
As graduates question the return on investment for their education and the 
expectation that colleges and universities prepare graduates for employment, research 
demonstrates the need to develop and implement career development activities, such 
as soft skills and interview skills, into the educational curriculum (Deepa & Seth, 
2013; Moin & Biswal, 2012; Reddan, 2008). Today’s generation of students prefer 
open environments of learning where they have choices and use technology 
transparently due to having grown up with electronic devices and instant 
communication (Tapscott, 2008). Therefore, education is a fundamental cornerstone 
to bridge the gap and leverage technological resources for teaching and learning to 
prepare graduates for the job search process. 
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The utilization of off-the-shelf or customized online games and simulations 
would follow this shift in pedagogy since it enables a learner to experience first-
person interactions based on consequences realized in educational or business 
environments. The development of a training module must provide decision making 
opportunities based on changing variables and alternative scenarios through feedback 
based on end-user decisions and actions (Vadhana & Zakkariya, 2012). These 
processes are inherent in cognitive and social learning theories, which align with 
some of the unique interaction, strategy, engagement, and confidence in those areas 
(Balasubramanian & Wilson, 2005; Smith et al., 2014).  
While games and simulations are not new delivery methods for training; in 
education, this delivery method is innovative for soft skills, specifically interview 
skills training. Bancino and Zevalkink (2007) and deFreitas and Routledge (2013) 
affirm that games and simulations are ideal methods for soft skills training. Garris, 
Ahlers, and Driskell (2002) concur that games and simulations provide an input-
process-outcome model which lends an engaging, motivating, and flowing 
educational experience. 
Interview Simulation Program 
Perfect Interview™ Interview Coach is an online interview simulation 
program that allows users to practice interview skills and build confidence and 
increase preparation for real-life interviews. Perfect Interview™ provides interactive 
interviewing solutions for higher education, employers, and individual consumers. 
The online simulation contains a database with over 1,500 interview questions and 
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answers and provides feedback based on current employment trends. When a user 
accesses the program, an interview scenario appears and the interview begins. 
Interview questions appear on the computer screen along with video and sound of the 
interviewer and the participant responds via web camera and microphone, as if 
participating in a real-life interview. The interview can be recorded to provide 
feedback to the participant.  
Perfect Interview™ was established in 2003 and currently provides training 
for over 250 organizations in the United States and Canada, such as higher education, 
corporate firms, and government agencies. Perfect Interview™ was founded on an 
interview simulation used by the United States Government in order to assist 
personnel in obtaining employment after their term of military service had ceased 
(Perfect Interview, 2011). 
Based on online customer reviews and a CNN video with the founder and 
Chief Executive Officer of Perfect Interview™ Interview Coach, the researcher 
contacted the company and after correspondence over a two-month period regarding 
the proposed research and the potential use of Perfect Interview™ Interview Coach, 
received approval to use the product for the research identified. Perfect Interview™ 
Interview Coach provided a website specifically for the study, provided students with 
login access to the online simulation, and uploaded the survey to the website.  
Conceptual Framework 
Games and simulations in soft skills and interview skills training meet 
different aspects from three conceptual frameworks based on the change agent’s role: 
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Rogers’ (1962) Diffusion of Innovation Theory, Concerns-Based Adoption Model 
(CBAM), and Havelock and Zlotolow’s (1995) C-R-E-A-T-E-R model. Each is 
discussed below; however, the C-R-E-A-T-E-R model meets each of the areas 
required for change regardless of the role of the change agent.  
Rogers’ Diffusion of Innovation Theory states that the change must have 
relative advantage by outperforming the current method, promote compatibility, limit 
complexity for adaptation, and the change must be trialable and observable. Games 
and simulations provide an engaging and motivational learning environment that 
provides participants an environment to repeatedly practice interview skills, develop 
appropriate verbal and non-verbal communication while building confidence for a 
real-life interview in a fail-safe environment that provides feedback for improvement. 
Games and simulations are compatible with current teaching methods and can be 
adapted to learning needs, as well as trialable in determining processes and branching 
methods for success in an observable environment. Therefore, the study meets the 
five attributes of Diffusion of Innovation.  
CBAM outlines the following stages of concern for change: awareness, 
informational, personal, management, consequence, collaboration, and refocus. 
(Ellsworth, 2000). While employers are aware of the need for soft skills training, 
individuals may not agree or realize the importance of these skills during an 
interview. Increased research and communication regarding the need for soft skills 
training provides both the information needed and the personal aspects of 
incorporating a change. Games and simulations provide an online awareness that 
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allows the inclusion of new technology for education to be manageable for instructors 
and effective for students with little to no consequences. In addition, the online 
simulation allows for collaboration and provides a building block for incorporating 
other areas of technology into soft skills training. 
Facilitating change based on the C-R-E-A-T-E-R model for adopting and 
implementing games and simulations for soft skills training supports the following 
seven areas: care, relate, examine, acquire, try, extend, and renew. The need for 
change should be outlined clearly and document the need for soft skills training and 
the relationship of training to the participant. In addition, the strengths and 
opportunities of the training and the goals for the participants should be examined to 
ensure that the use of games and simulations for soft skills training supports 
improving preparedness and confidence.  
Perfect Interview™ Interview Coach provides soft skills training as part of the 
interview process and users have the opportunity to practice repeatedly and receive 
feedback in an immersive, fail-safe environment. Developing soft skills training using 
games and simulations allows for an extension of traditional training and could lead 
to increased acceptance of technology in soft skills training and the educational 
curriculum. Research such as this could inspire the integration of soft skills training 
through the use of games and simulations in the educational curriculum as on 
ongoing, self-renewing program that provides students with the skills needed to be 
prepared and confident during the interview process. Each of the frameworks provide 
support for games and simulations; however, the C-R-E-A-T-E-R model can 
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reinforce the need for soft skills training and provide evidence that soft skills training 
through games and simulations can be successful and integrated into the educational 
curriculum. Furthermore, the model provides information to change agents and 
stakeholders and supports the need for increased soft skills training for greater 
employment opportunities of students. 
Summary 
While technical and soft skills are complementary, graduates seem to obtain 
the technical hard skills, yet soft skills are lacking (Deepa & Seth, 2013; Kermis & 
Kermis, 2010; Moin & Biswal, 2012). Employers look for applicants who can 
communicate skills during a job interview; however, many of those individuals are 
unprepared and lack confidence in exhibiting their potential. Guffey and Loewy 
(2013) note that while graduates have skills in social media and text, these same 
individuals cannot communicate in society, much less a diverse work environment. 
These chasms result from graduates’ lack of soft skills including communication, 
preparation, and confidence to interview and market themselves. Therefore, with a 
demand by employers for soft skills training and an increase in online learning 
opportunities, the use of games and simulations in the learning environment to coach 
and promote soft skills should be further explored in the educational curriculum. 
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Chapter III 
 
Methodology 
As employers increasingly demand that employees be able to communicate 
effectively, think critically, make decisions, problem solve, and collaborate, 
educational institutions are essential in developing these skills before a student 
graduates and applies for employment. With advancements in technology and a shift 
toward student-based learning, as well as research indicating games and simulations 
provide evidence of success in soft skills training, integrating these motivational and 
engaging teaching methods into educational curriculum may prove successful. 
Therefore, employer demand for soft skills training, an educational need to provide 
such training, and the integration of games and simulations as training tools imparted 
the research question: How did an online simulation program, Perfect Interview™ 
Interview Coach, affect student confidence and preparedness for a real-life interview? 
Survey Instrument 
 The job interview skills self-assessment portion of the instrument was 
designed by combining elements of two instruments that were used in similar 
research (Lin, 2008; Smith et al., 2014). The result was eighteen statements related to 
confidence and preparedness in the interview process. A five response Likert scale 
was used to indicate participant perceived level of confidence and preparedness for a 
real-life interview (strongly disagree = 1, disagree = 2, neither agree nor disagree = 3, 
agree = 4, strongly agree = 5). In addition, demographic questions were added 
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regarding academic level, enrollment status, age, gender, marital status, ethnicity, 
work status, and family size (Appendix A). 
Focus Groups 
Two focus groups involving individuals from the community college 
reviewed the Job Interview Skills Self-Assessment Instrument (Appendix A) to 
provide validity and integrity of the survey instrument. The first focus group 
consisted of five subject matter experts employed in areas of career advising and 
workforce solutions programs who assist students with interview skills training to 
determine if the questions were reflective of the interviewing process (Grant & Davis, 
1997). The second focus group was a target population approach that consisted of five 
student ambassadors, students selected to represent the institution during community 
and college events, and five transitional course students, students enrolled in 
preparatory courses for entry-level course enrollment. Each member was chosen by 
the respective program’s coordinator. The second focus group was charged to 
determine if the instrument’s instructions and statements were clear and 
understandable from the participant perspective (Vogt, King, & King, 2004). 
Survey Participants 
Participants were a convenience sample from ten Interpersonal 
Communication courses at a southcentral Kentucky community college consisting of 
a mix of both traditional, students who graduated high school and immediately enroll 
in the college system, which comprises approximately 53 percent of student 
enrollment and approximately 47 percent nontraditional, students who return to 
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college with a variable number of years since their high school graduation or GED 
attainment. Student enrollment status was approximately 45 percent full-time and 55 
percent part-time composed of approximately 59 percent female population and 41 
percent male population with students reporting 84 percent white, non-Hispanic 
ethnicity according to Somerset Community College’s (SCC) Student Satisfaction 
Survey (Somerset Community College, 2015). Students representative of the student 
population and enrolled in one of ten Interpersonal Communication courses offered 
during the Fall 2015 semester were selected to participate in the simulation. The 
selection process is described in the next section. In addition, students who completed 
all four online simulations and submitted the Job Interview Skills Self-Assessment 
Instrument to one of the three Interpersonal Communication professors, were 
provided extra credit points for participation in the research project.  
Environment for Simulation Activities 
 Students must complete either the Interpersonal Communication course or the 
Basic Public Speaking course in order to fulfill program requirements for oral 
competency. For the purposes of the research, the Interpersonal Communication 
course was chosen for participant selection since the course examines basic verbal 
and nonverbal concepts affecting communication. Students participate in written and 
oral activities designed to develop and improve interpersonal skills, encourage 
effective listening, and recognize succinct communication skills. The ten 
Interpersonal Communications courses were taught by three individual instructors; 
however, the course curriculum used by each instructor was similar.  
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Students from four morning sections were designated as part of the 
experimental group and one morning section was designated as part of the control 
group. Students from four afternoon sections were designated as part of the 
experimental group and one afternoon section was designated as part of the control 
group. Student participation in this study was completely voluntary and participants 
could withdraw from the study at any time for any reason without consequence. 
Procedures  
First Focus Group. Individuals employed in the community college’s career 
advising and workforce solutions programs received an email requesting participation 
in the subject matter expert focus group for the research instrument. The first five 
individuals who responded and agreed to serve on the focus group were asked to 
determine the appropriateness and relevance of the statements of the job interview 
skills self-assessment portion of the instrument as it related to real-life interview 
processes and provided suggestions for refinement and clarity. A two-stage method 
was employed in which the instrument was outlined and refined based on expert 
experience of the subject matter focus group and observations with students they 
support followed by a target population focus group to ensure the instrument was 
clear, concise, and could be understood and completed by participants (Grant & 
Davis, 1997).   
Second Focus Group. In order to validate the survey instrument for student 
participants and ensure that the target population understood the statements and the 
scale selection, five student ambassadors and five transitional students, who reflected 
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the target population of participants, were randomly selected by their respective 
advisor to participate in identifying relativeness and clearness of the survey 
instrument (Vogt et al., 2004). Students noted statements that were confusing or could 
be misinterpreted and provided suggestions for rewording to improve comprehension 
of the statements. 
Survey Distribution 
 Ten face-to-face Interpersonal Communications courses in the Fall 2015 
semester were randomly selected as either one of the eight experimental groups or 
one of the two control groups. Both the experimental and control groups were 
comprised of students at the same community college. The ten classes were separated 
into eight morning classes, class sessions began during the time frame of 8:00 a.m. to 
12:30 p.m., and two afternoon classes, class sessions began during the time frame of 
1:00 p.m. to 4:30 p.m., and randomly selected to represent either the experimental 
group or the control group. Each class had a unique course number that identified the 
course title, time, location, instructor, and credit hours. Course numbers identifying 
each of the ten Interpersonal Communication courses were entered in Excel. Excel’s 
rand between function was used to select a random course number that determined 
which group, experimental or control, the course would be assigned. Based on the 
rand between function, the first, second, fourth, and fifth selections of the morning 
classes were designated experimental group and the third selection was designated 
control group. Likewise, the first, second, fourth, and fifth selections of the afternoon 
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classes were designated experimental group and the third selection was designated 
control group. 
Students enrolled in the experimental groups during the Fall 2015 semester 
participated in four Perfect Interview™ Interview Coach online simulations during 
the semester. Perfect Interview is designed for users to practice interview skills 
through multiple attempts with random interviews generated from a database; 
therefore, the participant responded to a variety of questions and completed four 
practice sessions, rather than a single use instance, to validate the effect of the 
simulation on preparedness and confidence. Upon completion of all four interview 
simulations, students received the Job Interview Skills Self-Assessment Instrument 
(Appendix A). Students enrolled in the control group during the Fall 2015 semester, 
with no access to the Perfect Interview™ Interview Coach simulation, received the 
Job Interview Skills Self-Assessment Instrument (Appendix A) during the same time 
period as the experimental group. All survey instruments returned to the researcher 
were used for data analysis. The mean response from each of the individual eighteen 
statements from the experimental group regarding job interview skills self-assessment 
were analyzed using two-tailed t-test analysis and compared to the mean response 
from each of the individual eighteen statements from the control group regarding job 
interview skills self-assessment, also analyzed using two-tailed t-test analysis, to 
determine if those who participated in the Perfect Interview™ Interview Coach 
simulation perceived a higher level of confidence and preparedness in interviewing 
skills. This method resulted in a total of eighteen two-tailed t-test analyses. 
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Limitations 
 The first limitation was the use of convenience sampling and small sample 
size that could not be generalized to the entire student enrollment and resulted in 
limited external validity. Secondly, each focus group reviewed the Job Interview 
Skills Self-Assessment Instrument per email which resulted in lack of face validity. 
Participants self-reported responses and their perception of preparedness and 
confidence could vary based on differing interpretations of each statement and 
perceived abilities. In addition, participants could have marked responses 
inconsistently, making an assumption that the first response was strongly agree rather 
than strongly disagree on the Likert scale. The simulation environment could have 
affected the reactions of participants since they may have responded differently in the 
simulated interview than in real-life interviews, which served as a threat. Participants 
were to choose the short question interview option which contained seven to ten 
questions; therefore, participants could have a different number of questions during 
each session, assuming the correct option was chosen, which was a limitation.  
  
 
 
 
 
 
 
SOFT SKILLS TRAINING 38 
 
Chapter IV 
 
Findings 
The purpose of the study was to determine if the use of a simulated interview 
program prepared and improved confidence in skills exhibited during the interview 
process as posed by the research question: How did an online simulation program, 
Perfect Interview™ Interview Coach, affect student confidence and preparedness for 
real-life interviews? Perfect Interview™ Interview Coach provided a web link to the 
online simulation for the research: http://www.perfectinterview.com/survey. Students 
enrolled in ten Interpersonal Communications courses during the Fall 2015 semester 
were selected to participate in the research as either a member of the experimental 
group or a member of the control group.  
Focus Groups 
A preliminary survey was created and presented to two focus groups in order 
to receive feedback on the clarity of the instructions and the statements. The 
preliminary survey was created by combining statements from two instruments 
previously used in homogenous research (Lin, 2008; Smith et al., 2014) and selected 
demographic elements from Somerset Community College’s (SCC) Student 
Satisfaction Survey (Somerset Community College, 2015).  
The researcher employed a two-stage method to ensure the survey instrument 
was clear, succinct, and written so participants could understand the instructions and 
the statements regarding confidence and preparedness (Grant & Davis, 1997). The 
first focus group, who served as subject matter experts, consisted of career advising 
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and workforce solutions program educators who assist students with interview skills 
and the second focus group consisted of students who represented the institution’s 
target population. Comments received from the two focus groups were reviewed and 
revisions made to the survey instrument to provide clarity and understanding. The 
final survey, Job Interview Skills Self-Assessment Instrument (Appendix A), is 
composed of eight demographic elements and eighteen statements, nine statements 
regarding confidence and nine statements regarding preparedness, based on a two-
stage method of review and feedback from the focus groups. 
 First Focus Group. The first focus group consisted of five individuals 
employed by the community college who work directly with students in career 
advising and workforce initiatives. These subject matter experts provide interview 
skills training through the college’s career advising and workforce solutions 
programs, as well as work with local employers regarding skills demanded of 
graduates. The researcher emailed employees of these two departments and the first 
five who responded were chosen to participate in the focus group. The focus group 
provided feedback regarding their experiences when dealing with students and 
provided suggestions regarding wording and flow that would provide better 
understanding for the student population (Grant & Davis, 1997). Two of the five 
reviewers stated that the survey statements and instructions were clear. Three of the 
five reviewers suggested changes that included rewording some statements for clarity, 
specifically in terms of confidence and preparedness, and adding an option of ‘prefer 
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not to answer’ to some demographic statements. Individual reviewer comments from 
the subject matter expert focus group appear in Appendix B. 
Second Focus Group. The second focus group was a target population 
approach at the community college consisting of ten members: five students selected 
from the student ambassador program, enrolled part-time or full-time students who 
maintain a minimum 3.0 grade point average and exhibit positive attitudes, 
enthusiasm, and excellent interpersonal communication skills who educate 
prospective students and community groups, conduct tours, and represent the college 
at campus and community events, and five students enrolled in the transitional 
program, which provides courses to prepare students in entry-level courses in 
mathematics, reading, student success, and writing. The target population participants 
were selected by the respective program’s coordinator. The researcher met with the 
students to explain the research project and the purpose of the target population focus 
group. These students reviewed the survey instrument and provided feedback related 
to the clarity of the instructions, as well as ease of understanding the format and 
wording of the statements (Vogt et al., 2004). Two of the ten reviewers stated that the 
survey was clear and easy to understand and offered no suggestions for change. The 
remaining eight reviewers suggested changes that included rewording some 
statements with alternate terminology that would be clearer for the target population, 
recommended changes regarding areas of the demographic statements, and suggested 
the inclusion of self-reflective terminology, ‘I am’, at the beginning of statements to 
reflect the individual level of ability to perform each item as identified by the Likert 
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scale options. The focus group noted the combined table for statements related to 
confidence and preparedness was confusing and suggested a separate table for 
statements related to confidence and a separate table for statements related to 
preparedness. The individual reviewer comments from the target population focus 
group appear in Appendix C. 
Participants 
A total of 120 participants were selected to potentially participate in the study 
with 75 participants identified as the experimental group and 45 participants 
identified as the control group. However, of the 120 selected, only 47 students 
(39.16%) agreed to participate in the study. Of those 47 participants, 20 students 
(42.55%) participated in the experimental group and 27 students (57.45%) 
participated in the control group.  
Online Simulation and Survey Distribution 
Students were presented the research project in the seventh week of the 16-
week course. Participants in the experimental group received a link to a YouTube 
video introducing the study (Appendix D) and a set of instructions (Appendix E) 
regarding how to set up a Perfect Interview™ Interview Coach account and directions 
for the online simulation. Perfect Interview™ Interview Coach uploaded the survey to 
the site with the restriction that the survey was only accessible after four online 
simulations were completed by the participant. Participants in the experimental group 
had access to the survey instrument after the completion of all four online simulations 
beginning the twelfth week of the course. Participants in the control group, which had 
SOFT SKILLS TRAINING 42 
 
no access to the online interview simulation, had access to the survey instrument 
beginning the twelfth week of the course to align with the experimental group. 
Students were given the end of the semester, week sixteen of the course, to submit the 
survey instrument. 
Perfect Interview™ Interview Coach provided four online simulation 
opportunities to practice interview skills through randomly generated interviews. 
Participants used a webcam to respond to questions asked during the online interview. 
The individual interviews were recorded as a part of the Perfect Interview™ 
Interview Coach online experience. Students were provided access to their recorded 
interviews, if they chose to review. Perfect Interview™ Interview Coach reported that 
23 participants completed four or more online interview sessions; however, only 20 
participants submitted the Job Interview Skills Self-Assessment Instrument. 
Participant responses from the Job Interview Skills Self-Assessment Instrument are 
noted in Appendix F.  
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Demographic Findings  
Table 1. Participant Demographics as a Percentage of the Sample 
Demographics Control  
Group 
Experimental 
Group 
Overall 
Academic Level 
     Freshman 
     Sophomore 
 
37.04 
62.96 
 
70.00 
30.00 
 
51.06 
48.94 
Enrollment Status 
     Full-time 
     Part-time 
 
74.07 
25.93 
 
65.00 
35.00 
 
70.21 
29.79 
Age 
     24 years or younger 
     25 years or older 
 
66.67 
33.33 
 
70.00 
30.00 
 
68.09 
31.91 
Gender 
     Female 
     Male 
     Prefer not to answer 
 
62.96 
33.33 
  3.70 
 
70.00 
30.00 
  0.00 
 
65.96 
31.91 
  2.13 
Marital Status 
     Single 
     Married 
     Widowed 
     Prefer not to answer 
 
66.67 
25.93 
  3.70 
  3.70 
 
75.00 
20.00 
  0.00 
  5.00 
 
70.21 
23.40 
  2.13 
  4.26 
Ethnicity 
      White, Non-Hispanic 
      Black, Non-Hispanic 
      American Indian or Alaskan Native 
      Prefer not to answer 
 
96.30 
  0.00 
  0.00 
  3.70 
 
90.00 
  5.00 
  5.00 
  0.00 
 
93.62 
  2.13 
  2.13 
  2.13 
Employment Status (per week) 
      20 or fewer hours 
      21 – 30 hours 
      31 – 40 hours 
      41 or more hours 
      Unemployed 
 
14.81 
22.22 
18.52 
11.11 
33.33 
 
25.00 
15.00 
15.00 
  5.00 
40.00 
 
19.15 
19.15 
17.02 
  8.51 
36.17 
Household Size 
      1 (myself) 
      2 
      3 
      4 or more 
 
  7.41 
33.33 
18.52 
40.74 
 
10.00 
15.00 
20.00 
55.00 
 
  8.51 
25.53 
19.15 
46.81 
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Table 1 summarizes the results of the eight demographic elements from the 
Job Interview Skills Self-Assessment Instrument. Participants included 47 students 
with 20 students (42.55%) in the experimental group and 27 students (57.45%) in the 
control group. Participants reported academic status as follows: 24 (51.06%) 
freshman, 0 to 29 credit hours completed, and 23 (48.94%) sophomore, 30 or more 
credit hours completed. This could align with higher incoming freshman enrollment 
in the Fall semester due to high school graduations the previous Spring semester, as 
well as students enrolling in a communications course during freshman year as 
outlined in the institution’s degree plan. Additionally, freshman students accounted 
for 37.04% of the control group and 70.00% of the experimental group; whereas, 
sophomores comprised 62.96% of the control group and 30.00% of sophomores in the 
experimental group.  
Participants reported enrollment status as follows: 33 (70.21%) reporting full-
time enrollment status and 14 (29.79%) reporting part-time enrollment status. 
Enrollment status is based on the number of credit hours a student is enrolled in the 
semester. Full-time status consists of 12 hours or more during the semester and part-
time status consists of 11 hours or less during the semester. Enrollment status for the 
control group reported 74.07% full-time and 25.93% part-time enrolled participants 
which compared to the experimental group with 65.00% full-time and 35.00% part-
time enrolled participants. 
The age of participants reported who were 24 years or younger was 68.09% 
and those 25 years or older was 31.91%. This is higher than the reported Fall 2015 
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student population mix of the community college with students 24 years or younger 
reported at 44.00 % and students 25 years or older at 30.00%, as reported in the 
Student Satisfaction Survey (Somerset Community College, 2015). Results reported 
66.67% of the control group participants were age 24 years or younger and 33.33% 
were age 25 years or older. The experimental group participants reported at 70.00% 
age 24 years or younger and 30.00% age 25 years or older.  
Data indicated 65.96% of participants reported female, 31.91% reported male, 
and 2.13% reported that they preferred not to answer. This data is reflective of the 
student population with 75.00% reporting female and 23.00% reporting male 
according to the Student Satisfaction Survey (Somerset Community College, 2015). 
Both the control group and experimental group correlate with college data regarding 
gender diversity. Female participants in the control group accounted for 62.96%, 
males 33.33%, and 3.70% preferred not to answer. Comparably, female participants 
in the experimental group accounted for 70.00% female and 30.00% male. 
Table1 indicates that 70.21% of the participants were single, 23.40% were 
married, 2.13% were widowed, and 4.26% preferred not answer. There is relatively 
little difference between the participants in the control group and experimental group 
and the overall group of study participants. The control group consisted of 66.67% 
single, 25.93% married, 3.70% widowed participants and 3.70% preferred not to 
respond. The experimental group consisted of 75.00% single, 20.00% married 
participants, and 5.00% preferred not to respond.  
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Furthermore, data indicated 93.62% of participants reported white, non-
Hispanic which was representative of the student population of the community 
college as reported at 96.00% white, non-Hispanic students by the Student 
Satisfaction Survey (Somerset Community College, 2015). American Indian or 
Alaskan Native, black, non-Hispanic, and those who preferred not to answer were 
each reported at 2.13% by participants. Ethnicity data collected from the control and 
experimental groups is comparable with control group participants reporting 96.30% 
White, non-Hispanic and 3.70% preferred not to answer and experimental group 
participants reported at 90.00% white, non-Hispanic, 5.00% black, non-Hispanic, and 
5.00% American Indian or Alaskan Native.  
Participants reported current work status as 36.17% unemployed, 19.15% 
employed 20 or fewer hours per week, 19.15% employed 21 to 30 hours per week, 
17.02% employed 31 to 40 hours per week, and 8.51% employed for 41 or more 
hours per week. Data reported is consistent with college figures from the Student 
Satisfaction Survey (Somerset Community College, 2015) of 41% unemployed, 15% 
employed 20 or fewer hours per week, 13% employed 21 to 30 hours per week, 18% 
employed 31 to 40 hours per week, and 10% employed for 41 or more hours per 
week. The control group reported the following work status: 33.33% unemployed, 
14.81% work 20 or fewer hours per week, 22.22% work 21 to 30 hours per week, 
18.52% work 31 to 40 hours per week, and 11.11% work 41 or more hours. The 
experimental group reported the following work status: 40.00% unemployed, 25.00% 
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work 20 or fewer hours per week, 15.00% work 21 to 30 hours per week, 15.00% 
work 31 to 40 hours per week, and 5.00% work 41 or more hours.  
Reported household size for participants included 46.81% with 4 or more 
individuals, 19.15% with three individuals, 25.53% with two individuals, and 8.51% 
with one individual, the participant. Data from the Student Satisfaction Survey 
(Somerset Community College, 2015) aligns with 40.00% with 4 or more individuals, 
23.00% with three individuals, 19.00% with two individuals, and 18.00% with one 
individual, the participant. The control group reported 40.74% with 4 or more 
individuals, 18.52% with three individuals, 33.33% with two individuals, and 7.41% 
with one individual, the participant compared to the experimental group reported at 
55.00% with 4 or more individuals, 20.00% with three individuals, 15.00% with two 
individuals, and 10.00% with one individual, the participant.  
Confidence Findings 
Survey statements regarding confidence of job interview skills consisted of 
nine items identified by a Likert scale from strongly disagree = 1, disagree = 2, 
neither agree nor disagree = 3, agree = 4, and strongly agree = 5. Participants 
responded to each item based on their personal level of confidence for each situation. 
Each of the nine statements regarding confidence was analyzed by t-test to determine 
if there existed a significant difference in levels of confidence from participants in the 
control group, who did not have access to the online interview simulation, and 
participants in the experimental group, who completed four sessions through the 
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online interview simulation. Comprehensive results from the nine confidence 
statement t-tests are located in Appendix G.  
 Table 2 outlines responses to each of the nine confidence statements. 
Responses to the statement ‘I would feel confident going on a job interview’ indicate 
that 46.80% of participants in the control group would agree or strongly agree and 
31.91% of participants in the experimental group would agree or strongly agree. 
Participants in the control group reported 2.13% neither agree nor disagree, 6.38% 
disagree, and 2.13% provided no response. Participants in the experimental group 
reported 2.13% neither agree nor disagree, 6.38% disagree, and 2.13% strongly 
disagree. The t-test indicated there was not a significant difference at the p < .05 level 
in the control (M = 4.00, SD = 1.54) and experimental (M = 3.85, SD = 1.50) 
conditions; t (45) = 0.41, p = 0.68 (Table G1).  
Participant responses to the statement ‘I would feel confident making a good 
first impression’. Results indicated 48.93% of participants in the control group agree 
or strongly agree and 38.29% of participants in the experimental group agree or 
strongly agree. Participants in the control group reported 2.13% neither agree nor 
disagree, 4.26% disagree, and 2.13% provided no response. Participants in the 
experimental group reported 2.13% neither agree nor disagree and 2.13% strongly 
disagree. There was not a significant difference at the p < .05 level in the control (M 
= 4.07, SD = 1.38) and experimental (M = 4.35, SD = 0.98) conditions; t (45) = -0.85, 
p = 0.40 (Table G2).  
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Results of the statement ‘I would feel confident demonstrating verbal 
communication skills’ indicated 42.55% of participants in the control group agree or 
strongly agree and 31.92% of participants in the experimental group agree or strongly 
agree. Participants in the control group reported 6.38% neither agree nor disagree, 
6.38% disagree, and 2.13% provided no response. Participants in the experimental 
group reported 4.26% neither agree nor disagree, 4.26% disagree, and 2.13% strongly 
disagree. There was not a significant difference at the p < .05 level in the control (M 
= 3.85, SD = 1.52) and experimental (M = 3.80, SD = 1.22) conditions; t (45) = 0.15, 
p = 0.88 (Table G3).  
Results of the statement ‘I would feel confident demonstrating non-verbal 
communication skills (eye contact, facial expressions, body language)’ reflected 
42.55% of participants in the control group agree or strongly agree and 31.91% of 
participants in the experimental group agree or strongly agree. Participants in the 
control group reported 6.38% neither agree nor disagree, 6.38% disagree, and 2.13% 
provided no response. Participants in the experimental group reported 8.51% neither 
agree nor disagree and 2.13% strongly disagree. There was not a significant 
difference at the p < .05 level in the control (M = 3.93, SD = 1.61) and experimental 
(M = 4.00, SD = 1.05) conditions; t (45) = -0.21, p = 0.83 (Table G4).  
Participants responded to the statement ‘I would feel confident promoting my 
skills and abilities’ with 51.06% of participants in the control group choosing agree or 
strongly agree and 36.17% of participants in the experimental group choosing agree 
or strongly agree. Participants in the control group reported 2.13% neither agree nor 
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disagree, 2.13% disagree, and 2.13% provided no response. Participants in the 
experimental group reported 2.13% neither agree nor disagree, 2.13% strongly 
disagree, and 2.13% provided no response. There was not a significant difference at 
the p < .05 level in the control (M = 4.15 SD = 1.21) and experimental (M = 3.95, SD 
= 1.73) conditions; t (45) = 0.56, p = 0.58 (Table G5).  
Results of the statement ‘I would feel confident understanding the job 
requirements and work environment’ indicated 51.06% of participants in the control 
group agree or strongly agree and 40.43% of participants in the experimental group 
agree or strongly agree. Participants in the control group reported 2.13% neither agree 
nor disagree, 2.13% disagree, and 2.13% provided no response. Participants in the 
experimental group reported 2.13% strongly disagree. There was not a significant 
difference at the p < .05 level in the control (M = 4.19, SD = 1.23) and experimental 
(M = 4.30, SD = 0.85) conditions; t (45) = -0.38, p = 0.71 (Table G6).  
  Results of the statement ‘I would feel confident asking relevant questions 
related to the job and organization’ reflected 51.06% of participants in the control 
group agree or strongly agree and 34.04% of participants in the experimental group 
agree or strongly agree. Participants in the control group reported 4.26% neither agree 
nor disagree and 2.13% provided no response. Participants in the experimental group 
reported 6.38% neither agree nor disagree and 2.13% strongly disagree. There was 
not a significant difference at the p < .05 level in the control (M = 4.19, SD = 1.08) 
and experimental (M = 4.05, SD = 1.00) conditions; t (45) = 0.45, p = 0.66 (Table 
G7).  
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Participants responded to the statement ‘I would feel confident maintaining a 
professional relationship throughout the interview’ as follows: 53.19% of participants 
in the control group agree or strongly agree and 40.43% of participants in the 
experimental group agree or strongly agree. Participants in the control group reported 
2.13% disagree and 2.13% provided no response. Participants in the experimental 
group reported 2.13% disagree. There was not a significant difference at the p < .05 
level in the control (M = 4.33, SD = 1.23) and experimental (M = 4.50, SD = 0.89) 
conditions; t (45) = -0.54, p = 0.59 (Table G8).  
Lastly, responses to the statement ‘I would feel confident concluding the 
interview in a positive way’ with 48.94% of participants in the control group who 
agree or strongly agree and 38.29% of participants in the experimental group who 
agree or strongly agree. Participants in the control group reported 4.26% neither agree 
nor disagree, 2.13% disagree, and 2.13% provided no response. Participants in the 
experimental group reported 2.13% neither agree nor disagree and 2.13% strongly 
disagree. There was not a significant difference at the p < .05 level in the control (M 
= 4.22, SD = 1.33) and experimental (M = 4.35, SD = 0.98) conditions; t (45) = -0.40, 
p = 0.70 (Table G9).  
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Preparedness Findings 
Survey statements regarding preparedness for a job interview consisted of 
nine items identified by a Likert scale from strongly disagree = 1, disagree = 2, 
neither agree nor disagree = 3, agree = 4, and strongly agree = 5. Participants 
responded to each item based on their personal level of preparedness for each 
situation. Each of the nine statements regarding preparedness was analyzed by t-test 
to determine if there was a significant difference in levels of preparedness from 
participants in the control group, who did not have access to the online interview 
simulation, and participants in the experimental group, who completed four sessions 
through the online interview simulation. Comprehensive results from the nine 
preparedness statement t-tests are located in Appendix G.  
Table 3 outlines responses to each of the nine preparedness statements. 
Participants responded to the statement ‘I am prepared to go on a job interview’ as 
follows: 46.81% of participants in the control group agree or strongly agree and 
25.54% of participants in the experimental group agree or strongly agree. Participants 
in the control group reported 8.51% neither agree nor disagree and 2.13% strongly 
disagree. Participants in the experimental group reported 10.64% neither agree nor 
disagree, 2.13% disagree, and 4.26% strongly disagree. There was not a significant 
difference at the p < .05 level in the control (M = 4.07, SD = 0.84) and experimental 
(M = 3.65, SD = 1.61) conditions; t (45) = 1.33, p = 0.19 (Table G10).  
Responses to the statement ‘I am prepared to make a good first impression’ 
reflects 51.06% of participants in the control group agree or strongly agree and 
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36.17% of participants in the experimental group agree or strongly agree. Participants 
in the control group reported 4.26% neither agree nor disagree and 2.13% strongly 
disagree. Participants in the experimental group reported 4.26% neither agree nor 
disagree and 2.13% strongly disagree. There was not a significant difference at the p 
< .05 level in the control (M = 4.22, SD = 0.79) and experimental (M = 4.20, SD = 
1.01) conditions; t (45) = 0.08, p = 0.94 (Table G11).  
Participant response to the statement ‘I am prepared to demonstrate verbal 
communication skills’ indicated 44.68% of participants in the control group agree or 
strongly agree and 34.04% of participants in the experimental group agree or strongly 
agree. Participants in the control group reported 8.51% neither agree nor disagree and 
4.26% disagree. Participants in the experimental group reported 4.26% neither agree 
nor disagree, 2.13% disagree, and 2.13% strongly disagree. There was not a 
significant difference at the p < .05 level in the control (M = 4.07, SD = 0.84) and 
experimental (M = 3.85, SD = 0.98) conditions; t (45) = 0.80, p = 0.43 (Table G12).  
Participants responded to the statement ‘I am prepared to demonstrate non-
verbal communication skills (eye contact, facial expressions, body language)’ with 
48.94% of participants in the control group indicating agree or strongly agree and 
36.17% of participants in the experimental group indicating agree or strongly agree. 
Participants in the control group reported 4.26% neither agree nor disagree, 2.13% 
disagree, and 2.13% strongly disagree. Participants in the experimental group 
reported 4.26% neither agree nor disagree and 2.13% strongly disagree. There was 
not a significant difference at the p < .05 level in the control (M = 4.11, SD = 0.95) 
SOFT SKILLS TRAINING 55 
 
and experimental (M = 4.20, SD = 1.01) conditions; t (45) = -0.31, p = 0.76 (Table 
G13).  
Responses to the statement ‘I am prepared to promote my skills and abilities’ 
with 46.81% of participants in the control group agree or strongly agree and 38.30% 
of participants in the experimental group agree or strongly agree. Participants in the 
control group reported 8.51% neither agree nor disagree and 2.13% disagree. 
Participants in the experimental group reported 2.13% disagree and 2.13% strongly 
disagree. There was not a significant difference at the p < .05 level in the control (M 
= 4.22, SD = 0.72) and experimental (M = 4.20, SD = 1.12) conditions; t (45) = 0.08, 
p = 0.94 (Table G14).  
Feedback regarding the statement ‘I am prepared by understanding the job 
requirements and work environment’ indicated 53.19% of participants in the control 
group agree or strongly agree and 40.43% of participants in the experimental group 
agree or strongly agree. Participants in the control group reported 4.26% neither agree 
nor disagree. Participants in the experimental group reported 2.13% strongly disagree. 
There was not a significant difference at the p < .05 level in the control (M = 4.37, SD 
= 0.40) and experimental (M = 4.30, SD = 0.85) conditions; t (45) = 0.31, p = 0.76 
(Table G15). 
Responses to the statement ‘I am prepared to ask relevant questions related to 
the job and organization’ reflected 48.94% of participants in the control group agree 
or strongly agree and 29.79% of participants in the experimental group agree or 
strongly agree. Participants in the control group reported 8.51% neither agree nor 
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disagree. Participants in the experimental group reported 10.64% neither agree nor 
disagree and 2.13% strongly disagree. There was not a significant difference at the p 
< .05 level in the control (M = 4.33, SD = 0.54) and experimental (M = 4.00, SD = 
1.16) conditions; t (45) = 1.26, p = 0.21 (Table G16).  
Participants responded to the statement ‘I am prepared to maintain a 
professional relationship throughout the interview’ with 57.44% of participants in the 
control group who agree or strongly agree and 38.30% of participants in the 
experimental group who agree or strongly agree. Participants in the experimental 
group reported 2.13% neither agree nor disagree and 2.13% strongly disagree. There 
was not a significant difference at the p < .05 level in the control (M = 4.56, SD = 
0.26) and experimental (M = 4.40, SD = 0.99) conditions; t (45) = 0.70, p = 0.49 
(Table G17).  
Responses to the statement ‘I am prepared to conclude the interview in a 
positive way’ reflected 53.19% of participants in the control group agree or strongly 
agree and 40.42% of participants in the experimental group agree or strongly agree. 
Participants in the control group reported 4.26% neither agree nor disagree. 
Participants in the experimental group reported 2.13% strongly disagree. There was 
not a significant difference at the p < .05 level in the control (M = 4.44, SD = 0.41) 
and experimental (M = 4.45, SD = 0.89) conditions; t (45) = -0.02, p = 0.98 (Table 
G18).  
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Chapter IV 
 
Conclusions 
Employers indicate a need for preparation and confidence in interviewing 
skills and expect soft skills such as communication, decision making, critical 
thinking, and problem solving to be exhibited during the interview process (Deepa & 
Seth, 2013). Research suggests games and simulations have been used successfully as 
interview skills training tools (Davis, Murphy, Owens, Khazanchi, & Zigars, 2009; 
deFreitas & Routledge, 2013; Hubal & Frank, 2001; Morgan & Adams, 2009; Nealy, 
2005; Office of Disability Employment Policy, 2010). Therefore, the purpose of the 
study was to determine if an online interview simulation program prepared and 
improved confidence in skills exhibited during the interview process as posed by the 
research question: How did an online simulation program, Perfect Interview™ 
Interview Coach, affect student confidence and preparedness for real-life interviews? 
Summary of Findings 
A potential 120 participants who were enrolled in ten Interpersonal 
Communication courses at a southcentral Kentucky community college during the 
Fall 2015 semester were selected to participate in the study. Forty-seven individuals 
agreed to participate with 20 students in the experimental group and 27 students in the 
control group based on a random selection of ten Interpersonal Communication 
courses offered Fall 2015. The experimental group participated in four online 
interview simulations through Perfect Interview™ Interview Coach while the control 
group did not have access to the online simulation. Both the experimental and control 
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groups completed the Job Interview Skills Self-Assessment Instrument (Appendix A) 
based on perceived level of confidence and preparedness in each of eighteen 
statements. 
Results of the study did not reveal significant difference between the control 
group, who had no access to the online simulation, and the experimental group, who 
participated in four sessions of the online simulation. Data from each of the eighteen 
statements from the survey indicated that the online simulation did not have an effect 
on the level of either confidence or preparedness given that none of the t-tests were 
significant at p < .05. 
Limitations 
 The researcher expected the following limitations: participants self-reporting 
inflated levels of preparedness and confidence to survey statements, inclusive 
selection bias since all identified participants were enrolled in the same 
communications course during the same semester, Fall 2015, and a potential small 
sample size of 120 students were identified to participate.  However, additional 
limitations existed during the study. Only 39.16% of the identified participants agreed 
to participate in the study which could have resulted from a lack of student interest to 
participate, lack of understanding the research project, uncertainty or distress 
regarding the online simulation program, lack of resources to complete the online 
simulation such as a computer, Internet connection, webcam, and lack of time to 
dedicate to completing all four online simulation sessions. Another limitation could 
have been a high percentage of freshman, 70.00%, in the experimental group who 
SOFT SKILLS TRAINING 60 
 
were new to the institution and college experience as shown in Figure 4 compared to 
37.04% of freshman in the control group who were more experienced with the 
institution and college experience as shown in Figure 3.  
Attempts were made through a two-stage method (Grant & Davis, 1997) to 
ensure the survey instructions and statements were clear and could be understood by 
the participants. Subject matter experts and students who represented the institution’s 
target population provided comments and suggestions to provide clarity and ease of 
understanding; however, student interpretation of terminology and comprehension of 
each statement could have affected the student’s choice in response to the Likert scale 
options that included strongly disagree = 1, disagree = 2, neither agree nor disagree = 
3, agree = 4, and strongly agree = 5.  
The participants’ perceived level of confidence and preparedness could be 
higher during the study since they were not in an actual real-life interview situation. 
Since this was not an actual real-life interview, participants were not subjected to the 
stress and uncertainty of a face-to-face interview process. Participants may have been 
self-reporting higher levels of confidence and preparedness than actually existed. 
Research indicates that self-reporting can vary, over-reporting or under-reporting, 
based on personal individual perception (Nabi & Bagley, 1999).  
Additionally, it has become increasingly evident that students exude self-
inflated attitudes toward confidence and preparedness in their daily lives, including 
the perception that employment is entitled (Amadi, 2015; Chen & Lin, 2014; 
Priesemuth & Taylor, 2016; Truxillo, Campion, & Paronto, 2006). The often 
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mentioned ‘everyone wins’ may lead some students to exhibit over-confidence and a 
belief they are prepared for whatever occurs and will successfully achieve their 
endeavors regardless of education and preparation. These types of students may not 
recognize the benefit of interacting with an online interview simulation to increase 
preparedness and build confidence. 
The Interpersonal Communication courses used in the study were taught by 
three different instructors. Since participants were exposed to one of three different 
instructors who assisted the researcher in providing information and access to the 
students regarding the study, participants may have been influenced based on the 
information provided by the instructor and the level of interest and importance of the 
study the instructor conveyed, as well as the amount of time spent encouraging 
participation. Instructor buy-in, understanding, and efforts to promote the study may 
have influenced participation. Instructors who offered extra credit for participating in 
the study may have attracted a wider scope of participants: students who go above 
and beyond and who had diligent interest in the study or students who were in a 
precarious grade situation and needed the extra credit without taking the study 
seriously.  
While the intent was for each participant in the experimental group to 
complete one online interview session per week for a four-week period, there was no 
way for the researcher to ensure that this was the case. Therefore, participants could 
have completed all four online interview simulations on the same day or over a period 
of days rather than the anticipated four-week time frame. This could reflect that 
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participants did not understand the expectations of the study or the perceived benefit 
of completing an online session, reviewing the recordings, or using the feedback as a 
tool for building increased confidence and preparedness. 
Recommendations for Future Research 
The researcher recommends further investigation of games and simulations on 
student confidence and preparedness for a real-life interview by increasing the student 
population selected for the study and providing the opportunity to other courses 
offered by the community college. In addition, the online interview simulation could 
be implemented as part of the required course curriculum, which might improve 
student participation and participants may think differently if it is part of the course 
rather than a separate independent study. As this was a small sample and selection 
bias existed, the results cannot be generalized to the student population of the 
community college. Further, the researcher suggests a future inquiry using the 
framework of this study with participants completing sessions of the online interview 
simulation followed up with a face-to-face mock interview to measure the levels of 
confidence and preparedness as compared to participants who are subjected to a face-
to-face mock interview alone.  
Additionally, the researcher proposes that the results of each of the eighteen 
statements be analyzed based on the demographic areas included in the survey: 
academic level, enrollment status, age, gender, marital status, ethnic group, work 
status, and household size between the experimental and control groups. Research 
indicates that demographic areas such as gender, age, and educational level obtained 
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does have an effect on confidence and preparedness and could be associated with job 
interview skills (Avolio & Waldman, 1989; Cyr & Anderson, 2013; Hosoda, Stone, & 
Stone-Romero, 2003; Meece, Glienke, & Burg, 2006). An example from the study 
results indicated 68.09% of participants were 24 years of age or younger. These 
individuals are considered Millenials and digital natives who are noted for technology 
skills, as well as increased levels of confidence. The researcher contends there is 
value in pursuing the aforementioned studies to further determine the possibility of 
significance once the limitations of this study are addressed.  
Recommendations for Educators 
Based on increased employer demands and educational expectations of 
outcomes-based learning, graduates must be prepared and confident in 
communication, problem solving, decision making, and critical thinking, all of which 
are expected to be exhibited by an applicant during the job interview process (Moin & 
Biswal, 2012; Nabi & Bagley, 1999; Reddan, 2008). While data results from this 
study imply that an online interview simulation did not have a significant difference 
in the levels of confidence and preparedness for a real-life interview, research implies 
that games and simulations can result in higher levels of confidence and preparedness 
in both verbal and non-verbal skills (Smith et al., 2014; Vogel et al., 2006).  
Maurer and Solamon (2006) note that research exists regarding ideas for 
building preparedness and confidence for a job interview; however, there is limited 
research connecting the use of an interview simulation to higher levels of 
preparedness and confidence of participants. Online interview simulations promote 
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engagement and motivation in the learning environment while providing repeatable 
practice in an immersive, fail-safe environment and immediate feedback (Chan, 2011; 
Doo, 2006; Smith et al., 2004). Educational institutions maintain an environment of 
learning and growing that can provide students opportunities to build soft skills, 
preparedness, and confidence throughout the student’s academic career through 
custom or off-the-shelf games and simulations resulting in a well-prepared graduate 
who can meet employer demands (Kesava Rao, 2012; McManus et al., 2014; 
Petroski, 2012; Pineteh, 2012; Thilmany, 2009; Wahyudin et al., 2013). The 
researcher suggests the inclusion of games and simulations providing soft skills 
training should be considered part of a mandatory capstone course for all graduates 
who are preparing for job interviews as suggested by Eisner (2010) to meet employer 
demands. Based on participant feedback to instructors and instructor comments to the 
researcher, the simulation provided an engaging and motivating format for practicing 
soft skills required in the job interview process and provided immediate feedback, as 
well as an opportunity to review the recorded sessions in order to refine skills based 
on verbal and non-verbal cues. Interview questions were varied and presented in an 
adaptive manner based on participant response, which reflected a personal presence 
not available through linear designs; therefore, it is important to design games and 
simulations for soft skills training to imitate the back and forth style of 
communication. While it is noted that an online interview simulation is not a face-to-
face interview, the ability to practice standard job interview questions in a safe 
environment, multiple times, and receive feedback builds awareness for the 
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participants regarding personal preparedness to conduct an interview properly and 
boosts confidence in soft skills such as communication, decision making, problem 
solving, and critical thinking through active listening, verbal communication, and 
non-verbal communication. Therefore, the researcher implores that further studies be 
conducted in the area of games and simulations to promote preparedness and build 
confidence in interview skills, including verbal and non-verbal communication, 
decision making, critical thinking, and problem solving.  
Conclusions 
The study was conducted to answer the research question: How did an online 
simulation program, Perfect Interview™ Interview Coach, affect student confidence 
and preparedness for a real-life interview? Based on the results of the data collected 
and analysis using a t-test method for each of the eighteen statements regarding 
confidence and preparedness, the researcher found no significant difference at p < .05 
in the levels of confidence and preparedness between participants in the experimental 
group, who completed four online interview sessions, and participants in the control 
group, who had no access to the online interview program. However, research 
suggests (Bancino & Zevalkink, 2007; Chan, 2011; Davis et al., 2009; deFreitas & 
Routledge, 2013; Morgan & Adams, 2009; Smith, 2014) that games and simulations 
are ideal methods for soft skills training; therefore, further research is warranted in 
the area of games and simulations in soft skills training.  
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Appendix A 
 
Job Interview Skills Self-Assessment Instrument 
Please choose only one answer for each category below. Do Not include any 
identifying elements such as name, social security number, or student identification 
number. This survey is anonymous.  
1. What is your academic level?               Freshman (0 to 29 credit hours) 
                 Sophomore (30 or more credit hours) 
 
2. What is your enrollment status?              Full-time (12 hours or more this semester)
                              Part-time (11 hours or less this semester) 
 
3. What is your age?               24 years or younger  
                 25 years or older 
 
4. What is your gender?               Male 
                 Female 
                 Prefer not to answer 
 
5. What is your marital status?               Married 
     Single 
     Divorced 
     Widowed 
      Prefer not to answer 
 
6. What is your ethnic group?               American Indian or Alaskan Native 
     Asian or Pacific Islander 
                  Black, Non-Hispanic 
     Hispanic 
                                                                      White, Non-Hispanic 
     Unknown 
     Non-resident Alien 
               Prefer not to answer 
 
7. What is your work status?  Unemployed 
     Work 20 or fewer hours per week 
     Work 21-30 hours per week 
     Work 31-40 hours per week 
      Work 41 or more hours per week 
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8. What is your household size?                1 (myself) 
      2 
      3 
      4 or more 
 
 
On a scale of 1 (strongly disagree) to 5 (strongly agree), please indicate in each of the 
nine items below how CONFIDENT you are that you have the ability to perform the 
item successfully. Confidence is the positive belief in your own abilities and qualities. 
 
 1 
Strongly 
Disagree 
2 
Disagree 
3 
Neither 
Agree 
nor 
Disagree 
4 
Agree 
5 
Strongly 
Agree 
1. I would feel confident going on a 
job interview.  
    
 
 
2. I would feel confident making a 
good first impression.  
     
 
3. I would feel confident 
demonstrating verbal 
communication skills. 
  
     
 
4. I would feel confident 
demonstrating non-verbal 
communication skills (eye contact, 
facial expressions, body language).  
 
     
5. I would feel confident promoting 
my skills and abilities.  
     
 
6. I would feel confident 
understanding the job requirements 
and work environment. 
 
     
 
7. I would feel confident asking 
relevant questions related to the job 
and organization.   
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8. I would feel confident 
maintaining a professional 
relationship throughout the 
interview.  
 
     
9. I am confident concluding the 
interview in a positive way.  
     
 
 
On a scale of 1 (strongly disagree) to 5 (strongly agree), please indicate in each of the 
nine items below how PREPARED you are that you are ready to perform each item. 
Preparedness is being ready for a situation.  
 
 
 1 
Strongly 
Disagree 
2 
Disagree 
3 
Neither 
Agree 
nor 
Disagree 
4 
Agree 
5 
Strongly 
Agree 
1. I am prepared to go on a job 
interview.  
     
 
2. I am prepared to make a good first 
impression.  
     
3. I am prepared to demonstrate 
verbal communication skills.  
     
 
4. I am prepared to demonstrate non-
verbal communication skills (eye 
contact, facial expressions, body 
language).  
 
     
5. I am prepared to promote my 
skills and abilities.  
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6. I am prepared by understanding 
the job requirements and work 
environment. 
 
 
7. I am prepared to ask relevant 
questions related to the job and 
organization.   
 
     
 
8. I am prepared to maintain a 
professional relationship throughout 
the interview.  
 
     
9. I am prepared to conclude the 
interview in a positive way.  
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Appendix B 
 
Subject Matter Focus Group Feedback 
Reviewer #1 Suggested statement #1 be reworded to ‘going to a job 
interview’, switching order of statements from #7 to #6, #8 to 
#7, and #6 to #8 to provide better flow. 
Reviewer #2 Stated the survey statements and instructions were complete 
and clear. 
Reviewer #3 Suggested demographic questions # 2 and #7 should be fewer 
rather than less, demographic questions #5 and # 6 should 
include the option ‘prefer not to answer, statement #5 would 
be better understood if the term ‘marketing’ were changed to 
‘promoting’ and statement # 7 might be better understood if 
the term ‘rapport’ were changed to ‘friendliness’ or another 
alternate term. 
Reviewer #4 Suggested the statements should be worded with the terms 
‘confidence’ and ‘preparedness’ in the statement so that the 
participant could then choose their response more in 
accordance with the Likert scale options (‘I am confident in 
going to a job interview’ and ‘I am prepared in going to a job 
interview’), and it was also noted that the definition of both 
‘confidence’ and ‘preparedness’ should be listed in the 
instructions. 
Reviewer #5 Stated the survey statements and instructions were clear.  
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Appendix C 
Target Population Focus Group Feedback 
Reviewer #1 Stated the survey is very user friendly and questions are very 
clear and easy to understand. 
Reviewer #2 Stated the questions are easy to read and answer and having 
statements listed twice is also nice because it feels more 
thorough, the demographic element regarding family size 
could be a little cloudy because it doesn’t specify the 
household really. When the student read it she questioned 
whether it meant children and spouses for non-traditional 
students or parents for the typical traditional student. 
Reviewer #3 Stated that the second half of the survey related to the 
statements should be numbered differently. For example, 
instead of having two #1's, just label them all 1, 2, 3, and 4 
without having the confusion of ‘why are there two of the 
same numbers’. Also, the very last question ‘Marketing your 
skills and abilities’ should use another word for ‘marketing’, 
for instance, ‘publicizing’ or another word similar to 
marketing.  
Reviewer #4 Stated the survey was very easy to understand and to fill out. 
Reviewer #5 Stated the first half of the survey was very user friendly and 
the questions were clearly asked and should be easy to answer. 
The only suggestion would be to reword the very last part. 
When the student read the instructions, the student understood 
to answer with 1- 5. Then after rereading the first question, 
was confused on what the instructions were. After going back 
and rereading the instructions, the student stated there would 
be no problem answering the survey; however, suggested 
asking the questions differently. For example, ‘you feel 
confident going into a job interview’. 
Reviewer #6 Stated the overall format is easy to read and understand, the 
only part that would be questioned is the confident/prepared 
section. The effectiveness of the survey is questioned because 
it feels redundant. If a person feels prepared, it stands to reason 
they would feel confident. Perhaps they could be combined 
into one question for each. The format is clear and concise, 
very easy to answer.  
Reviewer #7 Stated the survey is easy to understand but suggested changing 
the wording on statement #7 from ‘do not work’ to 
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‘unemployed’. The tables should be re-arranged so that it isn’t 
so redundant (confident and prepared, over and over). 
Reviewer #8 Stated the survey was understandable. The only problem was 
the table for confidence and preparedness. The member stated 
it seemed a little awkward and glaring with the bold capital 
text, and the categories such as ‘strongly agree’ made the 
reviewer feel like he was supporting a statement, such as ‘yes, 
you should be confident’ rather than giving his personal 
opinion regarding level felt. Also, in statement #5, unsure of 
what ‘marketing’ means, along with the word ‘rapport’ in 
statement #8. Aside from these, it was noted that the 
participant could still understand the statements to answer 
them correctly. 
Reviewer #9 Stated the statements made sense and easy to answer; however, 
the duplicated statements were a little confusing. 
Reviewer #10 Stated the statements should be written to reflect the personal 
level of confidence and preparedness according to the scale. 
Statements should be re-written to read ‘I am (or feel) 
confident going on a job interview’ and ‘I am (or feel) 
prepared going on a job interview’. 
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Appendix D 
YouTube Link Introducing the Study 
https://www.youtube.com/watch?v=LLpFCKp7alc 
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Appendix E 
Simulation Instructions for Student Participants 
Students: 
 
Thank you for your participation in this study.  As a participant, you will 
complete four online interview simulations using Perfect Interview.   Upon 
completion of all four sessions, you will be provided with access to a survey 
regarding your level of confidence and preparedness in job interview skills.  
  
Please be sure to complete and save all four interview practice sessions.  And, 
be sure to select the 'Video Response' option when you start your 
interview.  After saving your fourth interview, you will be given access to the 
survey. You will need to download the survey, complete, and submit to your 
COM 252 instructor.  
 
Please navigate to http://www.perfectinterview.com/survey to create your 
account. You will need to use your KCTCS email address. You will then 
receive an email from Perfect Interview with your password. Use your 
KCTCS email address and the password supplied in the email from 
support@perfectinterview.com to login and being your first online 
simulation. 
 
You must have the latest version of Adobe Flash Player installed on your 
system in order to view the videos. Flash Player is available at 
http://get.adobe.com/flashplayer/. If you do not have access to a computer 
with a webcam, please let your instructor know and you will be provided a 
space with equipment to participate in the simulation.  
 
Again, thank you for your participation.  
 
DeAnna L. Proctor 
Doctoral Candidate 
Morehead State University 
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Navigate to http://www.perfectinterview.com/online/ and log on using your 
KCTCS email address and password supplied by Perfect Interview. Go to the 
Interview Coach tab and click on the orange button that reads Start a New 
Interview.  
 
 
 
 
Select the appropriate levels shown below for level of work experience, 
position sought, and response type. It is important that these three levels 
match what is shown below. Click on Continue.  
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Select the Short (7 to 10 questions) interview length and select Let Perfect 
Interview make the selections for the question categories. Choose the same 
options shown below. Click on Continue.  
 
 
 
 
Verify that your screen shows the same selections shown below. This is very 
important. After you have confirmed that all selections are correct, click on 
Start >>. 
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Question 1 will begin to play. At the end of the question, click on the red 
Reply button and record your response.  
 
 
 
If a message is displayed as shown before, click on the Allow button with the 
green button and white check mark. This will allow you to record your 
responses. After you are finished recording your response, click on the red 
Stop button and then click the Next button for Question 2.  
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Repeat these steps until you have recorded responses to all questions. 
Remember that some interviews will contain 7, 8, 9 or 10 questions and will 
be random each time for each participant. When you are finished with the 
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simulation, click on the Exit button and save your recording so that you can 
review. (Reminder: The researcher does not have access to these recordings.) 
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Appendix F 
Data Results
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Appendix G 
t-test Results for Confidence and Preparedness Statements 
Table G1. t-test Results – Confidence Statement 1 
  Control Experimental 
Mean 4 3.85 
Variance 1.5384615 1.5026316 
Observations 27 20 
Pooled Variance 1.5233333  
Hypothesized Mean Difference 0  
df 45  
t Stat 0.4119474  
P(T<=t) one-tail 0.3411669  
t Critical one-tail 1.6794274  
P(T<=t) two-tail 0.6823338  
t Critical two-tail 2.0141034   
 
Table G2. t-test Results – Confidence Statement 2 
  Control Experimental 
Mean 4.07407407 4.35 
Variance 1.37891738 0.9763158 
Observations 27 20 
Pooled Variance 1.20893004  
Hypothesized Mean Difference 0  
df 45  
t Stat -0.8506284  
P(T<=t) one-tail 0.19973971  
t Critical one-tail 1.67942739  
P(T<=t) two-tail 0.39947942  
t Critical two-tail 2.01410339   
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Table G3. t-test Results – Confidence Statement 3 
  Control Experimental 
Mean 3.851851852 3.8 
Variance 1.515669516 1.221052632 
Observations 27 20 
Pooled Variance 1.39127572  
Hypothesized Mean Difference 0  
df 45  
t Stat 0.149006639  
P(T<=t) one-tail 0.441107086  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.882214172  
t Critical two-tail 2.014103389   
 
Table G4. t-test Results – Confidence Statement 4 
  Control Experimental 
Mean 3.925925926 4 
Variance 1.60968661 1.052631579 
Observations 27 20 
Pooled Variance 1.374485597  
Hypothesized Mean Difference 0  
df 45  
t Stat -0.214162824  
P(T<=t) one-tail 0.415693788  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.831387576  
t Critical two-tail 2.014103389   
 
 
 
 
 
 
SOFT SKILLS TRAINING 100 
 
Table G5. t-test Results – Confidence Statement 5 
  Control Experimental 
Mean 4.148148148 3.95 
Variance 1.207977208 1.734210526 
Observations 27 20 
Pooled Variance 1.430164609  
Hypothesized Mean Difference 0  
df 45  
t Stat 0.561623091  
P(T<=t) one-tail 0.288579716  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.577159433  
t Critical two-tail 2.014103389   
 
Table G6. t-test Results – Confidence Statement 6 
  Control Experimental 
Mean 4.185185185 4.3 
Variance 1.233618234 0.852631579 
Observations 27 20 
Pooled Variance 1.072757202  
Hypothesized Mean Difference 0  
df 45  
t Stat -0.375746688  
P(T<=t) one-tail 0.354435381  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.708870763  
t Critical two-tail 2.014103389   
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Table G7. t-test Results – Confidence Statement 7 
  Control Experimental 
Mean 4.185185185 4.05 
Variance 1.07977208 0.997368421 
Observations 27 20 
Pooled Variance 1.044979424  
Hypothesized Mean Difference 0  
df 45  
t Stat 0.448252976  
P(T<=t) one-tail 0.328060764  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.656121528  
t Critical two-tail 2.014103389   
 
Table G8. t-test Results – Confidence Statement 8 
  Control Experimental 
Mean 4.333333333 4.5 
Variance 1.230769231 0.894736842 
Observations 27 20 
Pooled Variance 1.088888889  
Hypothesized Mean Difference 0  
df 45  
t Stat -0.541383378  
P(T<=t) one-tail 0.295456884  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.590913768  
t Critical two-tail 2.014103389   
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Table G9. t-test Results – Confidence Statement 9 
  Control Experimental 
Mean 4.222222222 4.35 
Variance 1.333333333 0.976315789 
Observations 27 20 
Pooled Variance 1.182592593  
Hypothesized Mean Difference 0  
df 45  
t Stat -0.398277438  
P(T<=t) one-tail 0.346154553  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.692309105  
t Critical two-tail 2.014103389   
   
 
Table G10. t-test Results – Preparedness Statement 1 
  Control Experimental 
Mean 4.074074074 3.65 
Variance 0.84045584 1.607894737 
Observations 27 20 
Pooled Variance 1.164485597  
Hypothesized Mean Difference 0  
df 45  
t Stat 1.332056398  
P(T<=t) one-tail 0.094774496  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.189548992  
t Critical two-tail 2.014103389   
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Table G11. t-test Results – Preparedness Statement 2 
  Control Experimental 
Mean 4.222222222 4.2 
Variance 0.794871795 1.010526316 
Observations 27 20 
Pooled Variance 0.885925926  
Hypothesized Mean Difference 0  
df 45  
t Stat 0.080027036  
P(T<=t) one-tail 0.4682853  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.936570599  
t Critical two-tail 2.014103389   
 
Table G12. t-test Results – Preparedness Statement 3 
  Control Experimental 
Mean 4.074074074 3.85 
Variance 0.84045584 0.976315789 
Observations 27 20 
Pooled Variance 0.89781893  
Hypothesized Mean Difference 0  
df 45  
t Stat 0.80157688  
P(T<=t) one-tail 0.213505162  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.427010323  
t Critical two-tail 2.014103389   
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Table G13. t-test Results – Preparedness Statement 4 
  Control Experimental 
Mean 4.111111111 4.2 
Variance 0.948717949 1.010526316 
Observations 27 20 
Pooled Variance 0.974814815  
Hypothesized Mean Difference 0  
df 45  
t Stat -0.305164751  
P(T<=t) one-tail 0.380823882  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.761647764  
t Critical two-tail 2.014103389   
 
Table G14. t-test Results – Preparedness Statement 5 
  Control Experimental 
Mean 4.222222222 4.2 
Variance 0.717948718 1.115789474 
Observations 27 20 
Pooled Variance 0.885925926  
Hypothesized Mean Difference 0  
df 45  
t Stat 0.080027036  
P(T<=t) one-tail 0.4682853  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.936570599  
t Critical two-tail 2.014103389   
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Table G15. t-test Results – Preparedness Statement 6 
  Control Experimental 
Mean 4.37037037 4.3 
Variance 0.396011396 0.852631579 
Observations 27 20 
Pooled Variance 0.588806584  
Hypothesized Mean Difference 0  
df 45  
t Stat 0.31085042  
P(T<=t) one-tail 0.378674852  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.757349704  
t Critical two-tail 2.014103389   
 
Table G16. t-test Results – Preparedness Statement 7 
  Control Experimental 
Mean 4.333333333 4 
Variance 0.538461538 1.157894737 
Observations 27 20 
Pooled Variance 0.8  
Hypothesized Mean Difference 0  
df 45  
t Stat 1.263227882  
P(T<=t) one-tail 0.106506625  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.21301325  
t Critical two-tail 2.014103389   
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Table G17. t-test Results – Preparedness Statement 8 
  Control Experimental 
Mean 4.555555556 4.4 
Variance 0.256410256 0.989473684 
Observations 27 20 
Pooled Variance 0.565925926  
Hypothesized Mean Difference 0  
df 45  
t Stat 0.700896162  
P(T<=t) one-tail 0.243488227  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.486976454  
t Critical two-tail 2.014103389   
 
Table G18. t-test Results – Preparedness Statement 9 
  Control Experimental 
Mean 4.444444444 4.45 
Variance 0.41025641 0.892105263 
Observations 27 20 
Pooled Variance 0.613703704  
Hypothesized Mean Difference 0  
df 45  
t Stat -0.024037875  
P(T<=t) one-tail 0.490464338  
t Critical one-tail 1.679427393  
P(T<=t) two-tail 0.980928676  
t Critical two-tail 2.014103389   
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